This study explored the mediating influence of organization commitment and organization support on the relation between psychological contract breach and work-related attitudes and behaviors of employees in 326 employees with questionnaires. The results show that: 1) Besides influencing job satisfaction directly, psychological contract breach doesn't affect organizational identification and work behavior directly. 2) Organizational commitment and organization support not only all can partly play an intermediary role in psychological contract breach and job satisfaction, but also mediated fully the effect of psychological contract breach to organization identification. 3) By support commitment, psychological contract breach can affect the behavior of employees, such as personal initiative, interpersonal harmony, protection on company resources, altruistic behavior, in which organizational support plays a mediating role in psychological contract breach and organizational commitment. Conclusion: When employees perceive psychological contract breach, their work attitudes and behaviors will be different, and the mechanisms of the effects will also be different.
Introduction
Modern society is a contract society, and the contract spirit exists in all aspects.
Therefore, in recent years, psychological contract and psychological contract breach have received extensive attention from scholars at home and abroad. The psychological contract refers to the employee's belief system that employees are and perception, and the responsibilities and obligations formed by themselves and the organizations. Psychological contract breach refers to the employee's subjective perception of an organization's failure to perform one or more responsibilities in return for the employee's contribution in the psychological contract. It is also the employee's cognitive assessment of an organization's fulfillment of the psychological contract (Morrison & Robinson, 1997) [1] . Psychological contract breach is an indispensable part of the study of psychological contract theory. A large number of studies have found that psychological contract is a psychological bond and the internal force to maintain and develop the relationship between organizations and employees. It has a significant impact on employees' work-related attitudes and behaviors, which has become the consensus of researchers (Zhang Shumin, 2011) [2] . At the same time, the conclu- [9] . Very few interactive perspectives are used.
This study attempts to answer the above two questions: First, when the employee's psychological contract breach is generated, will his work-related attitudes and work behaviors be both affected, and will the performance be different? Second, what are the mechanisms of the effects of the psychological contract breach on employees' work-related attitudes and work behaviors, and are the mechanisms of the effects on work-related attitudes and work behaviors different?
Theory and Hypothesis

Psychological Contract Breach and Work-Related Attitudes and Behaviors
This study selected three indicators of job satisfaction, organizational identification, and organizational citizenship behavior as the outcome variables of psychological contract breach. The first two variables are indicators of work attitude, and the latter variable is an indicator of work behavior.
Job satisfaction is the pleasure that people get from his job. Tekleab (2005) found that employees' job satisfaction will increase if psychological contract is effectively fulfilled, but it will decrease when psychological contract is breached [10] . Organizational identification means that members of an organization are consistent with the organization they join in behavioral concepts, feel that they have both a rational contract and a sense of responsibility in the organization, as well as an irrational sense of belonging and dependence, and thus behave responsibly in all kinds of organization activities on this psychological basis. Many Eisenberger (2003) found that when employees perceive that the organization fulfills the psychological contract well, they will cultivate a higher sense of organizational support; but when they think that the psychological contract is breached, then their sense of organizational support will be significantly reduced [13] .
Other studies have pointed out that organizational commitment and organi- Based on the above four hypotheses and the previous research, we propose a hypothesis model (as shown in Figure 1 ) and carry out a test.
Methods
Research Object
The [17] . The respondents need to score on five items such as "So far, almost all the commitments the company made while recruiting me have come true". In the original scale,
Cronbach's α = 0.89, and hereof the measured α = 0.84.
2) Organizational Support Scale. This study refers to the practice of Shen Yimo (2007) and eight items in the scale compiled by Eisenberger (1990) were selected, such as "When I need help, the company will help me". The original scale
Cronbach's α = 0.87, and hereof the measured α = 0.90.
3) Organizational Commitment Scale. The three-dimensional organizational commitment scale developed by Allen and Meyer (1990) [18] , including eight items such as "I am very happy to grow with the company" was adopted in this study. The original scale is of good reliability and validity (Allen & Meyer, 1990 ).
And hereof the measured α = 0.88. The scales in this study are all 7-point scales, with 1 being completely opposed and 7 being completely agreed. The original scale is mainly designed for corporate employees, so we replace the word "company" with the word "unit" in the scales issued to colleges and institutions. In order to ensure the measurement equivalence of the English version of the above scales and the Chinese version,
we translated the scales of English version into Chinese and then translated the Chinese version into English until the retroversion questionnaires make no difference, adopting the common method applied in cross-cultural researches.
Methods of Data Collection and Analysis
SPSS17.0 and LISREL8.7 were used to conduct statistical analysis in this study.
Results
Common Method Bias Test
In order to minimize the impact of common method bias, we collect data in the forms of both online surveys and on-site field surveys, emphasizing confidentiality and anonymity. The data is only used for scientific research. At the same time, in the data analysis, we adopted a common practice, Harman's One-factor Test, which means that non-rotating principal component analysis on items of all variables was conducted at the same time (Podsakoff, MacKenzie, Lee, 2003) [22] . At the time of analysis, if multiple factors are obtained and the first factor accounts for variation of no more than 40%, then the common method variation problem is not serious. The results of non-rotating principal component analysis of this study showed that the eigenvalues of nine factors were greater than 1, and the first factor accounted for variation of only 19.14%. Based on this, we believe that the common method variation problem of this study is not serious.
Confirmatory Factor Analysis Results
To confirm the relationship between the nine variables involved in the study, we carried out confirmatory factor analysis. According to the theoretical deduction,
we analyze three kinds of models: nine factor model, single factor model and six factor model. The results are shown in Table 2 .
From Table 1 , it is not difficult to find that the fitting condition of the nine 
Descriptive Statistics of Each Scale
We analyzed the mean, standard deviation, and correlation coefficients among variables (see Table 3 ). As mentioned above, the scales used in this study are all seven-point scales with an average score of 3.5 points. The results showed that except the psychological contract score (M = 3.530, SD = 1.413), the scores of other dimensions are higher than the average score. It is also not difficult to find that psychological contract breach, organizational support, organizational commitment, job satisfaction, organizational identification, altruistic behavior, personal initiative, interpersonal harmony, and the protection of corporate resources are correlated significantly (r from 0.134 to 0.673). This result provides a necessary premise for the subsequent mediating effect test.
Comparison of Structural Equation Models
To test the mediating effect between organizational support and organizational commitment, this study draws on the practices of Shen Yimo (2007), comparing the Benchmark Model (full mediation model, as shown in Figure 1 ) with the other two competitive models (partial mediation model and modified partial Table 3 
Discussion
Many studies have shown that the study of psychological contract breach has important theoretical and practical significance. For example, many studies have
shown that psychological contract breach has an important impact on employee's emotional, attitude and behavioral research (Rosen C C, Chang C H, Johnson R, 2009) [23] . Other studies have shown that psychological contract breach has a significant impact on the study of trade union relations (Li M and Zhou L, 2015) [24] , and the relationship between customers and enterprises in the field of marketing (Zhao X, Ma Q, 2015). Since the psychological contract breach sense is a subjective perception of employees, it can occur to them even when the breach doesn't really happen. Therefore, as long as employees generate the belief that the "contract has been breached", regardless of whether the belief is reasonable or not and whether it does really happen or not, the belief may affect the behavior and attitude of employees. At the same time, the emergence of employees' psychological contract breach is common. Zhang Shumin (2011) summarized the reasons: first, the organization intends to default; second, the organization is unable to fulfill the promise; third, the contractual parties have inconsistent understanding of commitment or responsibility. These factors may accelerate the research process of psychological contract breach.
In the past, it is common for scholars to discuss the post-discipline variables of psychological contract breach. The relationships between psychological contract breach and job satisfaction, Organizational identification, intention to leave, organizational citizenship behavior have been studied while it's rarely the case that attitude and behavior are taken as the resulting variables. Moreover, the two variables, individual commitment to the organization (organizational commitment) and organization's commitment to the individual (organizational support) are introduced to reveal its mechanism of action, which undoubtedly is important reference for theoretical research and management practice of psychological contract breach.
The Effect of Psychological Contract Breach
The results of this study show that psychological contractual breach has a direct impact on only job satisfaction, which gives support to the research of Tekleab cial exchange theory that explains the psychological contract. According to the theory of social exchange, there is an exchange relationship between employees and organizations, based on the principle of reciprocity. Therefore, when an employee perceives that the psychological contract is fulfilled, he feels that his or her contribution has been rewarded, and accordingly the organization should be rewarded (for example, more organizational citizenship behaviors). Conversely, when the psychological contract is breached, the employee's efforts don't pay off, and they pursue psychological balance by reducing organizational citizenship behaviors (Suzanne, Lewis, & Taylor, 2000) [26] . We believe that this inconsistency arises from the fact that the relationship between psychological contract breach and employees' work attitudes and behaviors is indeed extremely complex, and this relationship is affected by many other factors. In addition, some of our samples are college teachers, which may also have a partial impact on this outcome. Shi Ruokun (2011) found through in-depth interviews that when college teachers' psychological contracts were breached, they rarely resort to revenge such as negative absenteeism and attacks on schools, and the majority of them mainly complain [27] . In other words, when psychological contract breach occurs, their job satisfaction may be reduced, but their work behaviors will not become negative.
Relationship between Organizational Commitment, Support and Work-Related Attitudes and Behaviors of Employees
This study takes emotional commitment as an indicator of organizational commitment, based primarily on the three-dimensional theory proposed by Allen and Meyer (1990) . It includes three dimensions: continuous commitment, normative commitment, and emotional commitment. Among them, emotional commitment refers to the individual's recognition and relationship to the organization's goals and values, and the individual's emotional experience to the organization brought about by this kind of recognition and relationship. Previous studies have found that among the three types of commitments, emotional commitment has the optimal impact on employees' work attitudes (Carmeli & Freund, 2004) [28] . This is another important reason why we choose emotional commitment as an indicator of organizational commitment. The study found that organizational commitment has direct impacts on em- 
Mediating Effect between Organizational Support and Organizational Commitment
This study found that psychological contract breach's effect on employees' work related attitudes (job satisfaction and organizational identification) is mediated by organizational commitment and organizational support, which supports the view of Aselage and Eisenberger (2003) . They believe that when an organization fulfills the psychological contract well, the employees' organizational support will be further enhanced, thereby their work attitudes (such as increasing willingness to stay and Organizational identification) will be improved, and they will double efforts to help the organization achieve its goals; on the contrary, when psychological contract breach occurs, the employee's organizational support will also decrease accordingly, which will lead to the crisis of organization identification and reduce employees' willingness to stay. In addition, this study also found that in the relationships between psychological contractual breach and work behaviors (individual initiative, interpersonal harmony, protection of unit resources, altruistic behavior), organizational commitment plays a mediating role, but the mediating effect of organizational support is not significant.
This result is consistent with that of the research conducted by Shen Yimo teachers is a good proof. Through in-depth interviews, he found that most college teachers think that when the psychological contract is not fulfilled, objectively speaking, it will adversely affect the work, and the efficiency and effectiveness of the work will be reduced, but in general, it will not have great impact on their own work, especially the teaching work. College teachers have good professional ethics, which ensures that most people will perform their duties as teachers even if they are not satisfied with the psychological contract. It is not difficult to find that organizational commitment is similar to professional ethics, which makes it easy for us to understand its importance in the relationships between psychological contract, organizational support and employees' work-related attitudes and behaviors.
Limitations and Prospects of This Study
First of all, this study conducts horizontal analysis only based on one aspect of organizational development. Longitudinal follow-up studies may be more appropriate, which is expected to be carried out by observing the effects of psychological contract breach of a group of samples on employees' work attitudes and behaviors at different stages of the life curve of an organization according to time series. Secondly, due to the limit of manpower, material resources and financial resources, the number of respondents is not large, and most of them are employees. Since the subordinate relation is not embodied in the survey, there are still some deficiencies in sampling and analysis. At the same time, since the samples we selected include colleges and universities, institutions, and enterprises, the representativeness of the samples will be more ideal if the sample capacity is expanded or the samples are further subdivided. Thirdly, this study only explores the mechanism of the impact of psychological contract breach on employees' work-related attitudes and behaviors in most cases. It's also less con- 
